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Abstract
Despite consistently high rates of part-time employment
among older women, the quality of this cohort's work is
largely under-researched with the focus being mainly
on younger women. To address this gap, our paper
engages with the key strands of this debate—age, gender
and employment status—to interrogate the job charac-
teristics and position of this worker cohort in the Irish
labour market. Findings reveal notable differences
between this cohort's job characteristics compared with
those of other part-time workers and older women
working full-time. These job characteristics include low-
wage employment in poor-quality jobs, suggesting that
job quality is influenced by age, gender and employment
status, raising concerns regarding the likelihood for pre-
carious employment among this cohort. In addition to
individual-level consequences, this study's findings have
major implications for public and organisational policy
on part-time labour market participation, highlighting
the need for a new research agenda on older workers.
1 | INTRODUCTION
Increases in part-time employment have attracted considerable academic interest in recent
decades with some key themes having been identified such as the factors driving this growth,
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its gendered nature and the positive and negative outcomes associated with part-time employ-
ment (Kalleberg, 2009; Salladarré & Hlaimi, 2014). This growth is mainly due to the increase in
female labour market attachment, largely attributed to institutional, supply- and demand-side
factors. Other drivers of the recent growth in female part-time employment point to personal
choice, constraints on taking up full-time employment such as caring responsibilities and the
affordability of child care, a dearth of good quality jobs leading to involuntary part-time
employment, limited human capital and discrimination (Ben-Porath, 1967; Cam, 2012;
Gash, 2008; Hakim, 2000; McRae, 2003).
Research on female part-time employment has however mainly focused on younger women
with few studies addressing part-time employment by older women (Kalleberg, 2009;
Salladarré & Hlaimi, 2014; Yoon & Chung, 2016). To address this lacuna, our research seeks to
identify which characteristics are associated with the jobs of older female part-time workers, a
cohort worthy of examination for several reasons. First, demographic changes globally mean
that employees are now required to work into their late 60s and beyond (OECD, 2019; Payne &
Doyal, 2010). Second, previous research has found that the combination of low pay and part-time
employment increases the risk of in-work poverty, with older working women representing one
of the most economically vulnerable social groups (Axelrad & Mcnamara, 2018; Brülle
et al., 2019). Accordingly, this paper seeks to explore whether older female part-time workers are
likely to be more vulnerable because of the combination of age, gender and employment status.
Third, although various studies have identified individual consequences of low-paid work and
intermittent labour market attachment for older working women (e.g., Bettio et al., 2013; Ginn
et al., 2001; Ní Léime et al., 2017; Salladarré & Hlaimi, 2014), few studies have examined their
job characteristics. Given the projected changes in workforce demographics, an examination of
these characteristics is long overdue. Finally, Ireland is a particularly bountiful location for
researching the characteristics of female part-time jobs given that it has one of the highest rates
of part-time working in the EU (CSO, 2017). Among older women at work in Ireland, almost half
are working part-time, compared with 34% of women of all ages (OECD, 2019). Indeed as people
in Ireland age, the likelihood of working part-time increases (Barrett et al., 2011).
Using the National Employment Survey (NES) of over 65,000 employees, this study interro-
gates the job characteristics of older female part-time workers by examining pay and employment
benefits while controlling for the effects of demographic and work-related characteristics. This
timely study makes a significant and unique contribution by marrying three strands of
literature—age, gender and employment status—to establish the position of older female part-time
workers in the Irish context as well as the characteristics of these jobs. This is the first attempt at
marrying these three literatures; failure to do so would represent a significant limitation in the
examination of these issues. By drawing on dual labour market theory as a lens through which to
explain and advance our understanding of this cohort, it is of particular importance given the pro-
jected growth of this worker cohort. As a result, a better understanding of the characteristics of
the jobs of older female part-time workers and the implications of working in these jobs is vital for
these workers as well as for organisational decision makers and public policy.
2 | GENDER, AGE AND PART-TIME EMPLOYMENT
2.1 | Gender
Previous research has found that microeconomic and personal factors related to labour force
attachment affect women differently from men (Axelrad & Mcnamara, 2018; Ni Leime &
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Street, 2017; Radl, 2012). From the female perspective, these factors include educational attain-
ment and economic status. On the latter point, the recent increase in women's labour force par-
ticipation has been characterised as part-time and segregated in feminised, low status, poorly
paid jobs (Kamerade & Richardson, 2018; Procter & Padfield, 1999) with almost one in every
five workers employed part-time in 2019 (Eurostat, 2020). Despite this popularity, part-time
work is not equally spread across genders, age cohorts, occupations or sectors. These workers
tend to be mostly female, both younger and older, working in lower occupational categories in
the service sectors of the economy (Eurostat, 2020; Salladarré & Hlaimi, 2014).
Indeed, the literature on the gendered perspective on part-time employment offers bipolar
explanations for its popularity. On one hand, part-time employment can be seen as offering
women the opportunity to combine paid employment with caring responsibilities and other
interests, thus boosting short-term household income and contributing to their old-age pension
entitlements (Fagan, 2003; O'Brien, 2014). On the other hand, working part-time is frequently
discussed in the context of secondary labour market employment in low-level jobs attracting
low-pay, few employment benefits and offering little opportunity to reduce work–family con-
flict, given the nature and context of part-time working arrangements (Higgins et al., 2000;
Manning & Petrongolo, 2008; Payne & Doyal, 2010; Salladarré & Hlaimi, 2014; Walsh, 2007;
Warren, 2004). Notwithstanding these differing perspectives, compared with men, women are
more likely to work part-time, earn less and work in low-level service sector jobs occupying
roles such as sales, consumer and personal services (Kamerade & Richardson, 2018).
2.2 | Age
Increased life expectancy, combined with declining fertility rates, has resulted in population
and consequently workforce ageing felt most acutely in the developed world (Kulik et al., 2014).
Indeed by 2050, the United Nations (UN) predicts that almost one-third of the working age pop-
ulation in developed countries will be over 50 years of age (Armstrong-Stassen &
Schlosser, 2011). Furthermore, governments from the developed world and policy bodies such
as the OECD and EU herald population ageing as being a significant risk to national economic
well-being in the coming years, warning of a looming pensions time-bomb (Bloom et al., 2015;
Pagan, 2012). This demographic shift has forced many countries to promote longer working
lives through public policy and employer initiatives (Axelrad & Mcnamara, 2018; Ni Leime &
Street, 2017). However women live, on average, five years longer than men (Paz et al., 2017)
and are entitled to lower and sometimes inadequate pension payments as a result of having
accumulated lower earnings than men at retirement age and having had a more tenuous link to
the labour market over their working lives (Paz et al., 2017; Salladarré & Hlaimi, 2014). In addi-
tion to long-term financial consequences, the combination of low pay and intermittent labour
market attachment results in many part-time workers being eligible to reduced social protection
entitlements (Ginn et al., 2001; Ní Léime et al., 2017; Salladarré & Hlaimi, 2014).
Undeniably there is disagreement in the literature on the propensity of older women to
remain in paid work. Previous studies (e.g., Isaksson & Johansson, 2000; Lee, 2005) found that
older women were less likely to continue to participate in the labour force compared with older
men as a result of economic conditions, company downsizing and early retirement initiatives.
Conversely, other research found that women in the UK were more likely to extend paid work
beyond retirement age compared with men (Finch, 2014). One possible explanation of this con-
tinued labour market participation stems from the ‘motherhood penalty’—when women
CHARACTERISTICS OF OLDER FEMALE PART-TIME WORK 3
reduce their labour market activity more than their male partners at the time of childbearing
(Klesment & Van Bavel, 2015). Furthermore, these mothers often return to work on a part-time
basis, juggling paid work with caring responsibilities and are therefore less able to accrue suffi-
cient pension income (Budig et al., 2012; Grimshaw & Rubery, 2015). This gender inequality
over the life course endures into older age to influence continued paid work post state pension
age (Finch, 2014).
Notwithstanding government initiatives to encourage and facilitate participation in employ-
ment of older people, the propensity to work part-time increases with age and may signal a
gradual withdrawal from the labour market (Barrett et al., 2011; Salladarré & Hlaimi, 2014). In
light of this, employers increasingly face the challenge of how to encourage older workers to
remain and participate fully in their organisations (Armstrong-Stassen & Schlosser, 2011). On
this point, Kulik et al. (2014) posit that the challenges are threefold for management practice
regarding older workers: who is to be managed—an older and increasingly female workforce;
what is to be managed—altered traditional norms for career entry, progression and exit and also
how older employees are recruited, motivated and retained in line with national positive ageing
strategies. These challenges are set in the context of a study of management practices for older
workers in six European countries, which found that employers use exit policies more than they
use development measures (van Dalen et al., 2015).
2.3 | Part-time employment
Various theories from both the economic and sociological perspectives have attempted to
explain the proliferation of part-time working by females in recent decades including the work-
ings of labour markets, individual attributes such as education and work experience, constraints
and preferences (Beatty et al., 2021; Ben-Porath, 1967; Doeringer & Piore, 1971; Gash, 2008;
Hakim, 2000, 2002; Matteazzi et al., 2014; McRae, 2003; Tilly, 1992).
Labour market segmentation theories provide a demand-side perspective on part-time work-
ing as the labour market is viewed as being comprised of two separate and distinct segments,
each possessing disparate features with the primary segment comprising ‘good’ jobs and the
secondary segment offering ‘bad’ jobs (Doeringer & Piore, 1971; Harrison, 1972; Piore, 1971).
However, some scholars have questioned how distinct these segments are in reality, particularly
in relation to job quality and security in the primary labour market (Kalleberg, 2009; Turner
et al., 2020).
In many societies, part-time jobs have typically been characterised as rooted in the second-
ary labour market (Doeringer & Piore, 1971; Leontaridi, 1998; OECD, 2015; Tijdens, 2002).
Moreover, previous research found that working part-time negatively affects wages as a conse-
quence of the ‘concentration of part-time jobs in the secondary labour market, rather than
working time per se’ (O'Connell & Gash, 2003, p. 84). After controlling for personal characteris-
tics, these scholars found that women working part-time earned less than their full-time col-
leagues; this however was not the case for male workers. This is of interest here as part-time
workers tend to be mostly younger and older women (OECD, 2017).
While pay is an obvious factor in any analysis of the quality of part-time jobs, defining and
measuring job quality can be challenging (Tracey Warren & Lyonette, 2018). Indeed seminal
works by Tilly (1996) and Kalleberg et al. (2000) question the notion of part-time jobs being uni-
formly bad. Tilly described ‘good’ part-time jobs as being located in the primary labour market
and attracting skilled workers as distinct from ‘bad’ part-time, secondary labour market jobs
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based on conditions including pay and benefits. In researching the link between employment
type and job quality, Kalleberg et al. (2000) conceptualise ‘bad’ jobs as those offering low pay
and no access to pension and health insurance benefits, highlighted by employees as being the
two most significant employment benefits (Sigmar Recruitment, 2014). Previous research in an
Irish context by Turner et al. (2020) has identified the need for further research on the quality
of part-time jobs.
Part-time workers tend to have intermittent attachment to paid work, leading to missed pro-
motional opportunities, lower wage rates and long-term financial consequences (Bettio
et al., 2013; O'Neill & O'Neill, 2006). Academics such as Doeringer and Piore (1971),
Leontaridi (1998) and Turner et al. (2020) posit that secondary labour market jobs offer few
opportunities to gain the skills and experience needed to move to the primary sector where
human capital characteristics are rewarded. Consequently, limited work experience and human
capital accumulation lead to lower skills of part-time workers, resulting to less favourable job
qualities (e.g., Dekker & van der Veen, 2017; Hirsch, 2005; Hughes & Nolan, 1997).
Previous research suggests that part-time workers in Ireland are horizontally segregated into
poorly paid jobs and vertically segregated into mid/lower occupational categories (CSO, 2013;
Ní Léime et al., 2015). A review of the literature suggests that these workers tend to work at the
periphery of organisations, in lower occupational categories in the service sectors of the econ-
omy (Kalleberg, 2009; Salladarré & Hlaimi, 2014). Similarly, the negative consequences of work-
ing part-time in these jobs have been well documented (Cam, 2012; Connolly & Gregory, 2008;
Green et al., 2010).
3 | DATA AND METHODOLOGY
The analysis uses the National Employment Survey (NES) from 2008, a large-scale matched
employer-employee dataset with a particular focus on earnings as well as gender, age, occu-
pation and economic sector of employment. While acknowledging the limitations of using
an older dataset, the rationale for using NES data from 2008 is twofold. First, the 2008 sur-
vey provides information on employee earnings and workplace conditions, allowing us to
fully interrogate our research question. Second, the updated National Association of Corro-
sion Engineers (Laurijssen & Glorieux, 2013) Rev.2 classification of economic sector of
employment was introduced in 2008 to bring it into line with other CSO series, thus all-
owing us to control for the impact of sector. Although structural changes have occurred in
the labour market since 2008, we believe the level and distribution of earnings is unlikely
to have changed significantly and the 2008 NES remains a valuable data source. This
survey was discontinued in 2010.
3.1 | Study population
In total, 9002 enterprises were sampled in 2008 from which 4395 responded. In terms of
employees, 72,712 were sampled yielding information on 65,535 individuals. Approximately
14,619 respondents (26%) worked in the public sector with 50,916 (74%) employed in the private
sector. Survey responses were weighted by the Central Statistics Office (CSO) to allow for the
NES to be grossed up to the employed Irish labour force of approximately 1.8 million employees
in 2008.
CHARACTERISTICS OF OLDER FEMALE PART-TIME WORK 5
3.2 | Selected cohorts
The five cohorts of workers included in this study are as follows: older, female part-time
workers (OFPTW); older, female full-time workers (OFFTW); older, male part-time workers
(OMPTW); younger, female part-time workers (YFPTW); and younger, male part-time
workers (YMPTW). The rationale for including these worker cohorts is to allow for an investi-
gation as to whether the characteristics of the jobs for older females working part-time differ
from other cohorts based on gender, age and employment status. The OFFTW cohort is
included to examine whether any observed differences in job characteristics can simply be
attributed to employment status.
In terms of chronological age, older workers are conceptualised at different ages; however,
they are generally referred to as those being aged 50 and over (Chou & Choi, 2011; ILO, 2008).
Accordingly, older workers are defined in this study as being aged 50–64 and younger workers
are those aged 20–34.
The International Labour Organization (ILO) defines part-time work as regular work car-
ried out during working hours distinctly short than normal (Doris, 1998). Traditionally, part-
time work in the UK and Canada refers to up to 30 h/week (Kahne, 1992); this is also the defi-
nition used by the OECD (2010). For the purposes of this research, part-time employees are
defined as those who normally work less than approximately 30 h/week (CSO, 2008).
3.3 | Key variables
The analysis uses four dependent variables, one independent variable and eight control vari-
ables, which are defined and discussed in this section (see Table 1 below).
TABLE 1 Dependent, independent and control variables
Dependent variables Description
Low hourly pay Up to and above median earnings = 0, low paid = 1
Pension schemes No = 0,Yes = 1
Health assurance No = 0,Yes = 1
Other employment benefits No = 0,Yes = 1
Independent variable Description
Worker cohort OFPTW (ref), OFFTW, OMPTW, YFPTW, YMPTW
Control variables Description
Work experience More than 20 years (ref), less than 20 years
Occupation Professional (ref), semi-skilled, service/manual
Economic sector of employment Other economic sectors (ref), service sector employment
Firm size Under 10 (ref), 11 to 50, 51 to 200, 201 to 500, 500+
Tenure Under 5 years (ref), Over 5 years
Trade union membership Non-member (ref), member
Nationality Non-Irish (ref), Irish
Highest educational attainment Primary/none (ref), secondary, tech/diploma, degree/higher
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3.3.1 | Dependent variables
Using binary logistic regression, we estimate the impact of worker cohort on (i) low-pay, access
to occupational (ii) pension schemes, (iii) health assurance and (iv) other employment benefits
while simultaneously controlling for the effects of work experience, occupations, service sector
employment, firm size, tenure, union membership, nationality and education.
Using the accepted definition of low-paid work as being two-thirds of median hourly earn-
ings, workers earning €10.38 or less can be categorised as low paid workers. Accordingly, the
earnings variable was aggregated into three earnings groups, namely: (i) low paid—earned less
than €10.38 per hour; (ii) up to median earnings—mean hourly pay of between €10.39 and
€15.50; and (iii) above median earnings—mean hourly pay over €15.50 per hour. In order to test
the construct, a binary variable, Average hourly pay, was created with two response options
0 (up to and above median earnings) and 1 (low paid). In order to test employment benefits,
three binary variables were created as follows: (i) pension schemes, 0 (no), 1 (yes); (ii) health
assurance, 0 (no), 1 (yes), (iii) other employment benefits (employee support/counselling services,
childcare facilities, life insurance and income protection plans), 0 (no), 1 (yes).
3.3.2 | Independent variable
The models which have been developed control for the association between the dependent vari-
ables (low pay, access to pension schemes, health assurance and other employment benefits)
and worker cohort, with OFPTW being the reference group, derived from the sampled
employees in each enterprise. This proxy variable incorporates gender, age (older or younger
workers) and employment status (working full- or part-time).
3.3.3 | Control variables
Eight key control variables are utilised as they have all been identified in the literature as poten-
tially influencing observed relationships between variables and include work experience, occu-
pational categories, economic sector of employment, nationality, educational attainment, firm
size, tenure and trade union membership (e.g., Burtless, 2013; Dex & Scheibl, 2001; Heery &
Simms, 2008; Russell & McGinnity, 2011; Thurman & Trah, 1990; Tomlinson, 2005).
3.4 | Analytical technique
Descriptive statistics were used initially to assess the frequency of responses and the range of
values for the variables relevant to this research. Pearson χ2 test was performed to assess the
independence of the variables. Multivariate analysis, in the form of binary logistic regression,
was used to measure the association between the dependent and the independent variables; a
particularly useful technique when looking to predict the presence or absence of a particular
characteristic (Tüselmann et al., 2006). For samples larger than N = 25,000, the use of the
Hosmer–Lemeshow test is not recommended as a measurement of model/construct fit, hence
the use of the χ2 test for goodness of fit for this purpose (Paul et al., 2013). In each case, the
dependent variable was coded 0 to indicate an absence of the characteristic of interest; the value
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of 1 was used to indicate the presence of the characteristic. Prior to completing the regression
analyses and so as to avoid instances of multicollinearity between highly correlated variables,
correlation analysis was conducted, the results from which indicate that none of the indepen-
dent variables were highly correlated (Table 2).
A sequential model-building strategy was employed where control variables were added to
the model to observe any changes in the predictor's relationship to the outcome variables.
Model 1 included worker cohort. Model 2 included this variable in addition to work experience,
occupation, economic sector of employment, firm size, tenure, union membership, nationality
and highest educational attainment.
4 | FINDINGS
4.1 | Descriptives
Table 3 presents results for the variations between worker cohorts and demographic and work-
place characteristics of work experience, occupational categories, economic sector of employ-
ment, firm size, tenure, union membership, nationality and highest educational attainment.
Low pay is more than twice as pervasive for older part-time workers (19.6 for OFPTW and
20.3% for OMPTW) compared with OFFTW (8.1%). Age would also appear to be a factor in low
pay with younger female and male part-time workers (31.3 and 35.5%, respectively) experienc-
ing higher proportions of low pay compared with older cohorts.
Gender disparity is evident in accessing pension schemes with OFPTW, OFFTW and
YFPTW having greater access (57.4, 79.9 and 49.6%, respectively), compared with male part-
time worker cohorts (41.6% for OMPTW and 34% for YMPTW).
TABLE 2 Test for multicollinearity
Collinearity statistics
Low hourly pay Pension schemes Health assurance Other benefits
Tolerance VIF Tolerance VIF Tolerance VIF Tolerance VIF
Worker cohort 0.598 1.673 0.598 1.673 0.598 1.673 0.598 1.673
Work experience 0.710 1.409 0.710 1.409 0.710 1.409 0.710 1.409
Occupation 0.747 1.339 0.747 1.339 0.747 1.339 0.747 1.339
Economic sector 0.946 1.057 0.946 1.057 0.946 1.057 0.946 1.057
Firm size 0.811 1.233 0.811 1.233 0.811 1.233 0.811 1.233
Tenure 0.724 1.381 0.724 1.381 0.724 1.381 0.724 1.381
Trade union
membership
0.763 1.310 0.763 1.310 0.763 1.310 0.763 1.310




0.701 1.427 0.701 1.427 0.701 1.427 0.701 1.427
Source: Author's own analysis NES 2008.
8 O'SULLIVAN ET AL.
TABLE 3 Frequencies for worker cohorts (N and %)
OFPTW OFFTW OMPTW YFPTW YMPTW Total
N % N % N % N % N % N
Low hourly pay 581 19.6 297 8.1 152 20.3 819 31.3 344 35.5 10,961
Pension schemes 1568 57.4 2797 79.9 274 41.6 1219 49.6 351 34.0 10,228
Health assurance 404 16.3 791 25.1 99 15.9 375 15.7 144 16.9 9494
Other benefits 784 34.3 1496 52.8 177 30.8 764 33.6 247 29.9 8800
Work experience
20 years plus 1657 55.9 2651 72.4 559 74.6 31 1.2 7 0.7 4905
Less than 20 years 1309 44.1 1011 27.6 190 25.4 2583 98.8 963 99.3 6056
Occupation
Professional 758 25.6 1512 41.3 170 22.7 519 19.9 141 14.5 3100
Semi-skilled 956 32.2 1139 31.1 153 20.4 667 25.5 220 22.7 3135
Service/manual 1252 42.2 1011 27.6 426 56.9 1428 54.6 609 62.8 4726
Economic sector
Other sector 634 22.4 1085 30.6 278 41.0 592 24.4 313 35.9 2902
Service sector 2193 77.6 2455 69.4 400 59.0 1831 75.6 558 64.1 7437
Firm size
Under 10 479 19.2 325 11.4 129 18.4 337 14.3 147 16.3 1417
11–50 850 34.0 826 29.1 273 39.0 851 36.1 310 34.4 3110
51–200 365 14.6 494 17.4 104 14.9 352 19.8 178 16.1 1493
201–500 237 9.5 349 12.3 61 8.7 245 10.4 81 9.0 973
500+ 569 22.8 845 29.8 133 19.0 570 24.2 185 20.5 2302
Tenure
Under 5 years 902 30.4 669 18.3 338 45.1 1822 69.7 793 81.8 4524
Over 5 years 2064 69.6 2993 81.7 411 54.9 792 30.3 177 18.2 6437
Trade Union membership
Non-member 1883 63.5 1717 46.9 526 70.2 1953 74.7 811 83.6 6890
Member 1083 36.5 1945 53.1 223 29.8 661 25.3 159 16.4 4071
Nationality
Non-Irish 153 5.2 247 6.7 50 6.7 446 17.1 217 22.4 1113
Irish 2813 94.8 3415 93.3 699 93.3 2168 82.9 753 77.6 9848
Highest educational attainment
Primary 528 17.8 342 9.3 220 29.4 58 2.2 36 3.7 1184
Secondary 1296 43.7 1448 39.5 235 31.4 990 37.9 380 39.2 4349
Tech/diploma 728 24.5 958 26.2 171 22.8 793 30.3 260 26.8 2910
Degree/higher 414 14.0 914 25.0 123 16.4 773 29.6 294 30.3 2518
Source: NES 2008, unweighted.
Abbreviations: OFFTW, older, female full-time workers; OFPTW, older, female part-time workers; OMPTW, older, male part-
time workers; YFPTW, younger, female part-time workers; YMPTW, younger, male part-time workers.
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All part-time worker cohorts have less access to health assurance schemes, compared with
older female full-time workers. Fewer than one in five of all part-time worker cohorts have
access, compared with over one-quarter of all OFFTW (25.1%). Over half of all OFFTW (52.8%)
have access to other employment benefits (employee support/counselling services, childcare
facilities, life insurance and income protection plans), compared with approximately one-third
of all other part-time worker cohorts examined in this study.
4.2 | Regressions
The summary of regression analyses results (Table 4) provides confirmation that there are some
notable differences between the job characteristics of OFPTW and the other worker cohorts
examined in this study. In addition, the impact of the addition of control variables is
highlighted. Model 1 includes worker cohort (reference group: OFPTW), and Model 2 includes
control variables which include work experience, occupational categories, economic sector of
employment, nationality, educational attainment, firm size, tenure and union membership.
4.2.1 | Low pay
Model 1 results indicate that all other older worker cohorts are significantly less likely to be low
paid while younger worker cohorts are significantly more likely to be low paid (p < 0.001) com-
pared with OFPTW. Respective odds ratios (ORs) for OFFTW, OMPTW, YFPTW and YMPTW
are 0.310, 0.894, 1.669 and 1.697.
Model 2 has little effect on the likelihood of other older worker cohorts being low paid
(p < 0.001) but does significantly reduce this likelihood for younger part-time workers with
respective ORs for YFPTW and YMPTW being 1.383 and 1.173.
4.2.2 | Pension
Turning to occupational pension schemes, in Model 1, OFFTW are almost three times more
likely to be offered access to these schemes (OR 2.731, p < 0.001) compared with OFPTW. All
other worker cohorts are significantly less likely to be offered pension schemes (p < 0.001) com-
pared with OFPTW with respective ORs for OMPTW, YFPTW and YMPTW being 0.560,
0.734 and 0.569.
With the addition of control variables in Model 2, there is evidence of an age effect signifi-
cantly increasing the likelihood of younger workers being offered pension schemes (p < 0.001)
and slightly reducing this likelihood for OFFTW with respective ORs for YFPTW, YMPTW and
OFFTW being 1.344, 1.307 and 2.105.
4.2.3 | Health assurance
In terms of access to employer-sponsored health assurance, Model 1 shows a significant part-
time effect with all other part-time cohorts being less likely to be offered this benefit (p < 0.001)
compared with OFPTW. Respective ORs for OMPTW, YFPTW and YMPTW are 0.701, 0.703
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and 0.852. Compared with OFPTW, OFFTW are more likely to be offered access to these
schemes (OR 1.663, p < 0.001).
Compared with OFPTW, Model 2 predicts a reduced likelihood of access for OFFTW and a
slightly greater likelihood of access to health assurance (p < 0.001) for younger part-time
worker cohorts, while having little effect on OMPTW. Respective ORs for OFFTW, OMPTW,
YFPTW and YMPTW are 1.189, 0.681, 0.846 and 0.922.
4.2.4 | Other employment benefits
Regarding access to other employment benefits, Model 1 indicates a significant gender effect
with the other female cohorts being significantly more likely to be offered access to employment
benefits (p < 0.001) compared with OFPTW with respective ORs for OFFTW and YFPTW being
1.885 and 1.139. Both male part-time cohorts are significantly less likely to be offered access to
these benefits (p < 0.001) compared with OFPTW with respective ORs for OMPTW and
YMPTW being 0.842 and 0.845.
With the addition of control variables in Model 2, a significant part-time effect is evidenced,
predicting an increased likelihood of these part-time cohorts being offered other employment
benefits (p < 0.001) compared with OFPTW. Respective ORs for OMPTW, YFPTW and YMPTW
are 1.245, 1.571 and 1.565.
5 | DISCUSSION
It is widely acknowledged that secondary labour market jobs are associated with poor job qual-
ity (Doeringer & Piore, 1971). Indeed most, but not all, research has found part-time work to be
of poor quality (Gash, 2008; Kalleberg et al., 2000; Tilly, 1996). According to Kalleberg
et al. (2000), one benchmark for distinguishing between ‘good’ and ‘bad’ jobs is to compare
their overall remuneration levels including wages and additional benefits. After controlling for
the effects of workplace and demographic characteristics of work experience, occupational cate-
gories, economic sector of employment, firm size and tenure, union membership, nationality
and highest educational attainment, our research highlights mixed, interesting and in some
cases, unexplained findings for older women working part-time in Ireland.
Results reveal a significant age effect in terms of pay as older female part-time workers are
less likely to receive low pay compared with younger part-time workers but are more likely to
be low-paid compared with other older worker cohorts, especially older females working full-
time. These findings support Fernandez-Kranz and Rodríguez-Planas' (2011) findings that the
wage differentials between full- and part-time workers persist even after controlling for individ-
ual and firm-level heterogeneity. These results also concur with most EU and OECD countries
where part-time workers receive lower average hourly wages compared with their full-time
equivalents (Connolly & Gregory, 2008; Manning & Petrongolo, 2008; Matteazzi et al., 2014).
However, when we compare the pay of older women working part-time to that of men, the
findings from this research, in agreement with other scholars (e.g., McGuinness et al., 2009;
Turner et al., 2020), reveal that older female part-time workers are also significantly more likely
to be low-paid compared with older men working part time, despite the fact that approximately
one-fifth of both older part-time cohorts are low-paid. As many likely explanations for this age
effect have been controlled for, discrimination against women and part-time workers is one
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possible reason as found in previous studies (Stypinska & Turek, 2017; van den Heuvel & van
Santvoort, 2011). These findings highlight the need for further investigation.
Using the Kalleberg et al. (2000) yardstick for measuring job quality, a similar situation is
found when we examine employment benefits and their role in distinguishing between ‘good’
and ‘bad’ jobs. Older women working part-time are significantly less likely to be offered access
to occupational pension schemes compared with their full-time counterparts and younger part-
time worker cohorts. However, this cohort is more likely to be offered pension cover compared
with older males working part-time. Moreover, descriptive analysis suggests gender inequality
in access to occupational pension cover with greater proportions of female worker cohorts hav-
ing access to this benefit, compared with male cohorts. Possible and partial explanations for
these findings, as highlighted in the literature (Ní Léime et al., 2017; OPSG, 2020; Salladarré &
Hlaimi, 2014), include survivors' (widows) pensions, lower entitlements for older women as a
result of intermittent labour market attachment over the life course and lower pension entitle-
ments as a result of part-time employment. These results for older female part-time workers,
combined with the findings of male cohorts having reduced access to pension provision,
strengthen the rationale and urgency for a new research agenda on decent work among older
workers.
Similarly, in terms of health benefits, results are unexplained and mixed for older women
working part-time, requiring more interrogation of these findings. Fewer than one in five older
females working part-time have access to health assurance with this cohort having less access
to health cover compared with older female full-time workers. Conversely, this cohort is more
likely to receive this benefit compared with the other part-time worker cohorts examined in this
study. The explanation that occupational health assurance may be conditional on employment
status does not fully explain these results. Indeed, occupational pensions and health care provi-
sion may be older workers' most valuable employee benefits, the lack of which, in addition to
low pay, are considered by Kalleberg et al. (2000) to be key components in distinguishing
between ‘good’ and ‘bad’ quality jobs.
When turning to other employment benefits such as childcare facilities, counselling ser-
vices, life assurance and income protection plans, our findings show that almost two-thirds of
all older female part-time workers have no access to these employment benefits. Moreover, all
other worker cohorts are significantly more likely to be offered these employment benefits com-
pared with older female part-time workers. Seeking employment offering childcare facilities
may not be critical for this cohort. Also, as many older female part-time workers are likely to be
second earners (Shaefer, 2009), seeking jobs which provide income protection and life assur-
ance cover may not be a priority. Despite these possible explanations, these findings cannot be
explained by gender or age effects and suggest that older females working part-time are signifi-
cantly disadvantaged compared with all other worker cohorts.
Worryingly and contrary to international research findings (Creswell, 2003; Devereux &
Fan, 2011; O'Sullivan et al., 2015), our study reveals that more work experience increases the
likelihood of receiving low pay and decreases the likelihood of being offered pension, health
and other employment benefits. This is of particular concern, given that the majority of part-
time workers are older and younger females and that almost three-quarters of both older female
full-time and older male part-time workers examined in this study have over 20 years' work
experience. These findings are somewhat puzzling but offer support for dual labour market the-
ory that posits that most part-time work is secondary labour market employment.
Our study shows that compared with professionals, service/manual workers are approxi-
mately five times more likely to receive low pay and significantly less likely to be offered
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employment benefits. These results are consistent with previous findings regarding the struc-
tural segregation of low-skilled workers into low-paid, poor-quality jobs (Beatty et al., 2021;
Doeringer & Piore, 1971; Ní Léime et al., 2017). Interestingly, our research shows that service
sector employment has little effect on pay, pension cover and other employment benefits. How-
ever, noting that approximately half of all part-time worker cohorts examined in this study are
employed in the service sector, this employment does significantly decrease the likelihood of
being offered health cover.
Findings also show that working in larger firms, being Irish and having higher educational
attainment play a significant role in reducing the prospect of receiving low pay and increasing
the likelihood of accessing employer-sponsored pension schemes. Our findings confirm previ-
ous research (e.g., Cam, 2012; Dex & Scheibl, 2001), showing that workers in smaller firms
experience more disadvantage compared with those working in large companies. Union mem-
bership has little effect on pay or access to health cover but does increase the likelihood of
workers being offered occupational pensions and other employment benefits.
To summarise, our study's findings suggest that access to employment benefits is primarily
contingent on employment status, with part-time workers being less likely to be offered these
benefits, compared with full-time employees. Furthermore, our findings point to a significantly
disadvantaged and mainly unexplained position for older females working part time in terms of
pay, occupational pension and health cover and other employment benefits. Our findings
regarding the scale and characteristics of poor-quality employment among older women work-
ing part-time raise a number of questions, which are vital to investigate—suggesting a pressing
need for a new research agenda on older workers.
6 | CONCLUSION
Much of the research on the rationale for the prevalence of part-time working by females has
focused on younger, rather than older, working women with much debate and little agreement
on these reasons (Fagan & Rubery, 1996; Kalleberg, 2009; Salladarré & Hlaimi, 2014; Yoon &
Chung, 2016). In an era of population ageing where national governments and international
organisations are promoting the extension of working lives and delayed retirement, a better
understanding of the characteristics of the jobs of older female part-time workers, an increas-
ingly large cohort, is vital.
To address this dearth of research, we explored these characteristics considering the key lit-
erature themes of age, gender and employment status. This timely study makes a significant
and unique contribution by marrying these three strands of literature to establish the labour
market position of older female part-time workers. Our paper also addresses key gaps in the
extant literature and empirical knowledge regarding the characteristics associated with poor-
quality jobs and confirms, challenges and adds to previous literature regarding part-time work-
ing in a number of ways.
First, our data show that older female part-time workers are significantly more likely to
receive low pay compared with older women working full-time and older men working part-
time. Second, older females working part-time are significantly less likely to have access to
occupational pension, health and other employment benefits compared with older females
working full-time. Third, although our study shows the job quality for older women working
part-time to be generally poor, other part-time worker cohorts also experience poor-quality job
characteristics such as low pay (younger part-time workers) and less access to pension and
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health benefits (older male part-time workers). Fourth, our nuanced and novel sequential
model building data analysis strategy has enabled a sophisticated interrogation of the job char-
acteristics of older female part-time workers.
In light of these findings and the growing significance of the ‘gig economy’, further research
is required to analyse the relationship between part-time workers' job quality and other vari-
ables such as employment contract type and hours worked. Other findings suggest an urgent
need for more research on access to decent part-time work in Ireland. Worryingly and in con-
trast with international research, our study finds that more work experience implies low pay
and less access to employment benefits. Less surprising findings confirm that service sector
employment and manual work imply poor-quality employment. Working in larger establish-
ments, longer tenure and higher educational attainment reduce the likelihood of being low-paid
and increase the likelihood of receiving occupational pension cover and access to health assur-
ance and other employment benefits.
The scale of the horizontal and vertical segregation experienced by older women working
part-time in Ireland, in addition to their low-pay and limited access to employment benefits as
revealed in this study, has significant implications for the future of older women's continued
participation in the labour market. Indeed, these results raise serious concerns regarding the
prevalence of secondary labour market, ‘bad’ part-time jobs as well as the likelihood for precar-
ious employment for older females working part-time. While recognising the limitations of
using an older dataset and a lack of data on employment contract type, our findings highlight
limited access to decent work and illustrate the vulnerability experienced by this cohort as a
result of the combination of age, gender and employment status. Given that most likely expla-
nations have been controlled for, research is urgently needed in this area to confirm and further
interrogate these findings.
Notable differences have also been observed in this study between the part-time jobs of
males and females, highlighting the importance of continuing to collect this type of data.
Further exploration of the job characteristics for males working part time is required to
determine the likelihood for precarious employment among this cohort, given the public
policy focus on working longer and the growth of part-time employment among males.
These findings strengthen the argument for an urgent need to develop a new research focus
on older workers.
This unique study's findings have huge implications at the individual, organisational and
societal levels and speak to the value which is placed on the work undertaken by older females
who work part-time as well as the short and long-term financial consequences of part-time and
low-paid work. Crucially, our findings regarding the scale of low-paid jobs among older females
working part-time in Ireland should be an issue of the utmost concern for Irish policy makers.
In particular, the recent recession caused by the Covid-19 pandemic has highlighted the need
for governments to focus on building a more skilled workforce which is better able to create
more sustainable employment. The pandemic has also highlighted the rising inequality in the
labour market. Many countries (including Ireland) demonstrated strong jobs growth; however,
it is now clear that many of the jobs deemed ‘essential work’ are of poor quality. It is incumbent
on governments to invest in skills development and life-long learning to create a labour force
flexible enough to take advantage of new global market opportunities as they develop.
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